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FOREWORD

Whan Occupational Education was identified as one of the major areas for developmental
work by the Rocky hMouniain Educationai Lasoratory, the first conczrn was a statement of
cenceptualization. The Position Statement, “Between Education and the World of Werk™
issued in Junc 1968 discussed the probler: and briefly developed a rationale for the RMEL
program. Certain concepts, such as the nature of werk, 2 work taxonomy and career
planning were developed for pilot programs to be field tested. During the summer and
school year 1968-1969, the RMEL developed a program for 7th grade junior high school
social studies and language arts teachers and students dealing with the “Image of the World
of Work”. Program emphasis was toward increasing students commitment to work relevant
attitudes and knowledge of occupational information. The planning of activities required a

developmental model.

To be consistent with the general concept of work-learn a production and education process
model was developed. This paper, “The World of Working and Learning”, represents an
expansion of the basic models developed in 1968 for the purpose of planning the “Image of
the World of Work™ program. It provides the rationale and the application of the models for
general work-production and presents a guide for the significant planning, work process and
evaiuation involved in any purposcful work. Subsequent papers couid be more specific in
terms of such educational implications as career counseling, management strategies,
curriculum development, and teaching. The models are equaily applicable for any
production purpose, by providing appropriate inputs and work.

Although the primary purpose for the developmental work ws occupational education, it is
now evident that the implications are equally significant for business, industry, and services;

all work.




THE WGORLD OF WORKING AND LEARNING

Todry more than ever in the history of our educaszional system. ihiere is a need for
reassessing educatioral goals and the processcs and available resource; to reach these goals.
Perhaps the time has come {0 raisc questions regarding not only content and process, but
also the structure of the system used to educate our students to become productive citizens:
(1) Does all preparation for one’s life Gccupation occur in school? On the job? (2) How well
are we using the total resources which have been, or could be, aliocated to educating and/or
training individuals to lead productive, satisfying lives? (3) What planning methods or
procedures appear to permit a more reafistic appraisal of both the individual’s and society’s
needs in relation to education?

The foliowing examples typify work-learn situations:

Joe Smith began working in a supervisory position for Company X. His
supervisors were pleased with his attitude and continued to assign him
increasing responsibilities. Over a period of four years. joe’s work became
increasingly effective and efficient and his output more valuable to the
company.

At the time when Joe’s work was most valuable to Company X, Company Y
began seeking a person to fill an execcutive leadership pesition in their
organization. Knowing of Jo¢ Smith’s job performance and potential,
Company Y contacted Joe. Joe svas satisfied with Company X but rcalized
that proniotion to a higher posiiion was not possible. In a further assessment
of his situation in Company X; Joe realized that his work was becoming
routine and was beginning to lack a challenge. Joe accepted Company Y's .
offer.

In addition to becoming an executive with new challenges and opportunities
which use his talent and energy, the new position provided earnings almost

13011 s 212 26T 9 w22

double his previous position.

Henry Beebe was an “average” student in Wildwood High School. Having a

curiosity and interest in science caused Heary to take advantage of any

opportunity to learn and work with electronics. At times his interest in

“tinkering”’ with radio and television sets interferred with his schooi work,
oy and as he grew older his need to earn money became a persomnal problem.

At this point, Henry could choose one of two alternatives: (1) work
part-time at whatever he could find and continue school, (2) drop out of
school and work full-time. Some perceptive teachers and administrators
recognized Henry’s interests and needs. They changed his schedule to
provide classes in his areas of interest and gave Henry a part-time job at the
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schiool repairing and managing audio-visual zquipment. Under the
superivision of the glectronics teacher, Henry nad an opportunity to lcarn
practical electronics. His interest in his new job carried over irto his other
school work which improved. As a result of the job, Henry made contacts
with busitess concerns in the community which resulted in several good job

offers following his graduation.

These two examples, sithough different in setting, pose similar questions:

1. What is the outcome of a work-learn experience?

2. Isthere a significant diffcrence between the
objectives in a business and a school setting?

3.  What are the output objectives of a school?
4.  What are the actuzal outputs of a business operation?

S. How can we predict what should happen as a result
of work?

6. WasCompany X in the education business as much as
Wildwoed High School?

Were the school and Company X in the production
business?

-~}

Nee:i for Relevant Relationships between Learning and the Warld of Work

- A growing problem in our present education-to-work system is dimishing relevance of
formal education to work skills and learning experiences. In spite of the commitments of
individual teachers and administrators to provide students with skills and attitudes which
will aid them in satisfactorv employment, citizenship, and the world outside the school;
school officials still seem to be primarily conccrned with preparing students for the next
succeeding level or grade. Employers must hire the products of the schools whether they are
well or ill-prepared. On the job, the employee’s time and energy are vsed primarily for
production with too little attention being paid to utilizing the knowledge and skills gained
by the employee in the work process. More recognition of the potential to work and learn
would enhance the respective goals of both the business and the individual.
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What Is the Nature of Work?

The preceding observations point out the need for a model which clarifies the relevant
relationships between learning and work. Work, in this context, is defined as any activity
(use of energy and time) in which an individual engages for the purpose of producing an end
product. Obviously, such activities may be strictly individual or they may be a consciously
the term “work” to the learning situation; and “study” as to the production situation, even
though the “work” is not for pay or profit and “study” not for credit or grade.




Historically, the world of work has been associated with the production oi a salable
product. Consequently, activities associated with learning are not generally perceived as
being work. On this basis, a2 marked distinction is made between academic and vocational
education. While such a distinction does not appear to exist in reality, it does exist in
practice. It exists sufficiently to cause the Advisory Council on Vocationai Education to
cite, as the first of five tenets, “Any dichotomy between academic and vocational education
is outmoded.” (1:2-3) If we accept this as a basic premise, then:

1. How does work relate to both a learning and product-oriented situation.

2. How do the inputs and cutputs of the learning and production situation
differ?

3. How can the inputs be mobilized and utilized to result in specific outputs?

4. What work process is needed to bring about the change fron: input to out-
put?

5. How do we determine the success or quality of output?

The Learning Process in Production

To illustrate the work process in a producticn-oriented setting, assume that a factory desires

to build a cabinet. First, a set of plans and specifications must be developed which describe

precisely what the cabinet will be like when it is produced. To begin the activities and work
prescribed or:2 must have the necessary input resourcss such as work setting-shop, employer
relationship-management, and competent worker skills-labor. Each of these must be
described in terms of quantities and qualities relevant to the expected product. After the )
work has beer completed, the product can then be evaluated in terms of the input
objectives. Any variations from the desired cabinet can then result in either changes in
specifications or changes in work processes or both. If ‘“learning”’ can be defined simply as .
any change in behavior, then there is learning inherent in the project of building a cabinet.

By generalizing the process, we can then say there is potential learning in the performance

of any kind of purposeful work.

The Work Process in Learning

To illustrate the work process in an educational-oriented setting, assume t:at the task is to
learn how to write a story. The story will be a product but the primary output of this

assignment of work is learning how to write the story. The input objectives, or lesson plans,

: must describe the product in learning relevant work activities. The input resources required

" include the Ilcarning sctting-school; instructional management-tcacher; and human
capacity-pupil. After the pupil attempts to write the story, it can be cvaluated in terms of
the input objectives, i.e., lesson plans. The learning can be measured by how well the actual
output (story) relates to the input objectives. Any discrepancies between the objectives and
the actual outcome would provide the basis for the next cycle of learning activity. The
ultimate result of this cycling process, i.e., writing, evaluation, re-writing, etc., would be a
student who has learned how to write a story. The basis for the judging of the quality of the
product (a story) would be hov' closely it meets the performance criterion of the input
objectives.

It is obvious in the work-learn situation that a product does result from the activity. When
compared to the product-oriented activity of industry, it is evident that the processes of
both are similar. The only difference is that the primary emphasis in the educational setting
is on learning. In both, there is product and learning.




Job-Education Relevant Terminology

Understanding of the need for work and the results of work are clear; however, the
specification of work task or worker competency to facilitate appropriate placement
promotion and evaluation are vague and uncertain. There is general need for job-education
velevant terminology. This need has been recognized and the National Center for
Educational Statistics now has in final draft the development of a publication, *Standard
Terminology for Curriculum and Instruction in Local and State School Systems” (3). One
facei of this publication attempts to provide a relevant job-education terminology. The
terminology, however, is only a part of the probiem. There is need for a better
understanding of the planning process, a system, which gives direction to the work-learn and
work-production activity.

The Work-Learn Process

To plan work so inat it results in specificd outputs, it is important to understand just what
nceds to kappen and then determine whether it really happens after work is performed.

In this discussion, work is percecived as any expenditure of encrgy to achieve an intended
objective. This includes mentai, physical, and cmotional activitics. In order to clarify this
concept of work, two models or schema have been developed. Figure 1 describes the
application of work for production purposes. Figure 2 describes work for learning purposes.

In the context of Figure 1, dealing with a job with a product objective, work is performed
by a person in a scrics of discrete acts (use of cnergy). In an attempt to explain the nature of
work, Finc notes (2:p.p.768)

According to Brown and Jaques, the prescribed content of a job consists of

those elements about which the worker has no authorized choice. The

prescribed elements are of two-kinds: (1) the results expected, and (2) the

limits set on the means by which the work can be done. The results of a job

are nearly always prescribed in the sense that the object of a person’s work is

set by the manager and/or supervisor and not by himself. As far as methods

of work are concerned, some are prescribed and some are discretionary. The

presciibed methods are determined by the equipment available, the physical

limits of the job situation, thc routines, the general policies governing the

methods to be used in pursuing results.

The discretionary content of work consists of ail those elements in which
choice of how to do a job is left to the person doing it. Here a worker is
authorized and expected to use discretion and judgment as he proceeds with
his work, overcoming obstacles by picking what he considers the best of the

alternative courses he has chosen.

.The repeated performance of a job restlts in learning on the part of the worker. Thus, as the
job is repeated there is a consequent shifting of the nature of the work from prescriptive to
more discretionary acts. This is illustrated in Figure 2. This suggests the intensity of the
concomitant learning which results with each repeated performance of a certsin task or job.
The diagonal line suggests that each time a task is repeated the learning gain causes &
consequent shifting of the discretionary/prescriptive work process.
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Figure 3
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A TAXONOMY OF WORK AND A REPRESENTATION
OF UPWARD MOBILITY DURING A CAREER

INFINITE LEVELS Jos FUNCTIONAL PRESCRIPTIVE-DISCRETIONARY-NORK-
CHARACTERISTICS DOMAIN LEARN-TIME-RELATIONSHIPS
NEW IDEAS
DISCRETIONARY Vi CREATIVITY PURPDSES-
LEVEL POLICY
THPLEMENTING
Yy PROFESSIONAL ORGANIZING
DESIGNING
APPLYING
v MANAGERIAL IDEAS
RECOMMENDING
SERVICE IN ING
111 SUPERVISORY EXPLAINING
UTILIZING
MECHANICAL

11 {energy + machine)
PHYSICAL MENTAL

MAX TMUM
PRESCRIPTIVE
iEVEL ENERGY
~J i Physical LABOR -
& Mental

rrrrr17 17717111 i

CAREER TIME LINE

Explanation of Job Levels, Characteristics, ard Functional Domain

IEVEL X The primary requirement for this level is worker energy. The individual tasks are highly
prescribed; therefore, 1ittle worker discretion is exercised. Example: handling mater-

jals such as stock room work.

at this level by mechanical toola. This

LEVEL II Worker energy ncted in Level I i supnlemented
2 tc the operatZon of the

level tequires a minimum level of knowledge and judgment relate
sachines. Example: operating a calculator, typewriter, saw, etc.-

LEVEL I:1 At this level th2 worker must have a greater knowledge of manipulations ~elated to his
particular job in order to service the machines or supervise the job bzing done.
Exseple: shop supervisor or foreman, teacher, salesman, auto mechandz.

1EVEL IV A worker functioning at this level would necessarily need to porsesa mansgerial knowledge
and skills because this level requires organizing production, chen menaging the various
task components through the development of the end product. Examrlo: department atore

proprietor, plant manager, principal, etc.

B S AU RS LE L4 20 v g
L)

e study and learninz investment which ensbles the worker

LEVEL V This level requirss very extensiv
ctioning at Level VI. Example: corpore

to implement the ideas or creations of persons fun
ation presidant, doctor, lauyer, &tc.

B ALL Ml

LEVIL VI The purpose of work at this level 1s to use vide discretica in cresting new idess and
desigr concepts. Example: judge, srtist, composer; product designer, repearcher, &tc.




A Work Taxonomy

Tt is a recognized that there arc graduated levcls of difficulty in work. These levels have been
categorized in Figure 3 in a faxoncmy of werk. Tiiis taxonomy provides a basis for the
description of the levels of difficuity of worl, by job characteristics and furictions. The scalz
is based on the ratio or proportion of the fask performed at the prescriptive or the
discretionary level. Level I is basically prescriptive and Level V1 is basically discretionary.
Another parallel measure included in the scale relates te the learning invesimznt required to
perform the task competentiy. At i evel I, there is very little learning investment regisired or
needed. At Levels V and VI bread and extensive learning investments are needed.

Job Repetition Results iix Low Job Satisfaction
If the job or task description of the employcr simply provides for a repetition of tiie same
tasks with no new lesming experiences or work components added, then the worker would
simply more Ysterally as suggested by the Figure 4 example.
Figure 4
iEARNING — LOW JOP SATISFACTION

Discretionary

JOB
beginning point of -
job dissatisfaction
ENTRY sympioms

OUTPUT

»> Illlllllll!lllllllllll!ll e

Prescriptive

This kind of task regzatition results in low job satisfaction (4:13). A means to overcome low
job satisfaction which results from repetitious work is to charnge to jcbs which provide new
challenges and work experiences. If in the process of changing jobs the werker cannot use
the learning and experience gained from his previous job, low job satisfaction may also
occur and could lead to habitual job changing as well as loss of escalated competence. The
suggested alternative is to change to jobs which capitalize on previous learning and build
toward higher level job requirements as described on the taxonomy. In other words, the
worker should paln to move from a lower level of work to the next higher level or from a
labor function to that of an operator, to that of supervisor, and ultimstely, if ambition and
ability permit, to the level of creativity which has no upper fimits. This is suggested by the
work-learn Jine in the right section of the taxonomy (Figure 3}.
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Creativity and Work

Creativity in work is a relative matter with each individual and it can function at all levels of
work. Creativity can exist when the requirements of a task are highly discretionary for a
worker. For many creativity scems to provide a challenge or diversion from routine that
wards off feelings of boredom ard low job satisfaction. Any time a job has new elements or
discretionary acts, it is less I kely that the employee will become disinterested. This is a clue
to job design and employee assignment for riaintaining high job satisfacticn. Most
employers can profit by recognizing this factor primarily by holding employees and
maintaining high emplovee morale. Conversely, if the employer requires 2 high creative
output and the employee is not creative, knowledgezble, or experienced sufficiently to
provide the level of creativity demanded, one can expect frustration. The employee must be
able to complete the job or fecl tiiat progress is being made or the job and the employer
become a ihreat. The consequence is very low employer satisfaction and employee morale.

Planning-Productivity Proccss

The definition of work suggests that there is a consequent product or output. The basis for
the output is a set of input objectives. The model presented in Figure 5 suggests the simple
preduction process beginning with input objectives, then the work-Jeamn process and the
output. The model presented in Figure 6 is an éxpansion which indicates the input potential
and two outputs-product and ieaming.

Figure 5

JOB

Process)

*I/N—mr\ )*@ Fork-earn SOV

*INPUT OBJECTIVES = (1) Output Specifications (Product and Learning)
{2) lLogistics Plan
(3) Evaluation Criterias
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Figure 6
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POTUNTIAL
Y (Work-learn
‘S,ofii *INPUT @ Process)
e-ting OBJECTIVES }
Enployer 7
7
Worker -

As indicated in the footnote (iigure 5), the input objectives consist of three parts: (1) A sct
of output specifications which spell out in detail the actual product and thz learning
inherent in tlic work process. (2) The plan or logistics which details the step-by-step use of
the input potential; that is, the work setting, components needed, management plan and,
most importantly, the worker skills including attitudinal requirements, and (3) the product
and performance criterion.

The product and performance criterion must be stated s that the actual output of company
product and leaming can be compared on qualitative and quantitative scales. The use of
such comparison for evaluation and feedback purposes will be discussed in more detail later.

Capitalizing on Learning

In many manufacturing or business situations, product is the only concern and the
consequent learning is not recognized or rewarded either through a system of promotions or
pay. Based on knowledge about sustaining job satisfaction and increasing workes efficicncy
suggests that if the employee is not transferred from one job to another within the company
o that his previous learning can be more efficiently utilized , there is little justification for
increasing his pay. An employer’s failure to capitalize on a job’s learning output potential
can be categorized as poor management which could be the difference between operating at
a profit or at a loss. As indicated in a previous illustration, Company X had a four-year
investment in Joe Smith. The inability of Company X to provide the kind of job situation
which would continue to challenge Joe really resulted in a corporate loss of the learning
investment in Joe. In essence they provided their competitor, Company Y, an opportunity
to capitalize on Jc&’s icaming experience. When Joe left Company X, it was necessary for
Company X to invest again in the training of a new employee.

Planning for Upward Mobility

One of the major problems in the world of work results from an unrecognized and/or
unplanned system of making employees cligible for upward mobility. Employers and
employees rust recognize the value of a well planned and systematic upward mobility
policy. Empioyers benefit from such a promotion policy because they feed back into the
company the worker’s gain in learning. When employees are forced to move to other
employers in order to be prancted, one employer is simply subsidizing the otiher employer.

10
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Employees and employers benefit when employers use on-the-job training, provide work
that is personally satisfying and productive, or provide a promotion policy to capitalize on
the learning output.

Figure 7 indicates the total implication of the production process including the evaluation
and feedback cycles. The learing feedback is a reinvestment of the knowledge and skills
gained by the individual worker following each task cycle. This feedback is intended to be
utilized as a part of the worker’s potertial input on tie succeeding job cycies.

The situation illustrated in Figure 7, which deals primarily with production, indicates how
the input objectives should include specifications for the product which will go to society
and how the learning is fed back as input potential.

The model presented in Figure 10 is not significantiy different from that in Figure 7. In
Figure 8 the primary outcome is desired learning, and the secondary outcome is a product.
In both, work is to be done in terms of the specific input objectives

Figure 7
PRODUCTION
INPUT POTENTIAL
Bueinzss snd Industry Setting
| Feed-back
WORK _SETTING
EVALUATION "SALEABLE VALUE"
Crganizational Objectives
(Goals) JOB » -
(Process - Work)
Msnagssment Space
Capital Service
Materials Utilities ~- _People
Equipment ~J
Tasks~
EMPLOYER ~  Data
~
-
Attitude Tasks™
Energy
Time
Knowledge
Skills ~ Thrags
Experience ~ .
Tasks™ - _|
WORKER
Attitude
Energy
Time | RE-INVESTMENT
Knoutedge  (RIIIANTTTIZTZZZZ777E)  LEARNING
Skills
Experience
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The models presented in Figures 8 and 9 indicate the educational paraliel models to the

work models presented in Figures 5 and 6. The only major difference is that the emphasis is
on education as opposed to product.

Figure 3
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The input objectives cf Figure 10 are referred t5 in most school settings as lesson plans. Like
the input objectives in the product model, they consist of three parts. (1) The cutput
specifications composed of leaming and product. (2) The logistics or process plan, whereby
the teacher outlines the process and activities which bring about the intended learning, and
(3) Evaluation criterion. To be of value, the input objectives must be stated and qualified in
jerms of highly relevant educational tasks. Figure 10 provides a guideline for realistic
curriculum planning by requiring the developmest of specific input objectives and the
selection of relevant tasks or leaming activities to produce the desired learning outputs.

Figure 10

EDUCATION

INPUT POTENTIAL
School Setting

| Feed-back I
WORK_SETTING N

Institutional Objectives
(Gosals) EVALUATIOR
Physical Facilities
Supplies Educational Job
Media (Work-Learn Process) Value to
Materials
Society

Equipment
.
T gopl/e e /
-
" Tasks PRODUCT
TEACHER / .
OCCUPATION
Time Data
Attitude 1L OUTPUT
/

~

Energy N/ -~ )
Xnowledge —,//F’/ - /‘rasks
skills /
Experience i
? % :‘ GRADE OR

8 R0 SATISFACTION
7 Things —] Cognitive VALUE
Z STUDENT P Non-Cognitive ;

Tasks Hotor

/ Time STUDENT
4 Attitude
7, Energy
V Knowledge ACCUMULATED
f skills EXPERIENCES
4 Experience (XNOWLEDGE)

%,

FEED-BACK FOR PREREQUISITES
TO NEXT TASK SEQUENCE

#INPUT OBJECTIVES (Lesson Plans) = (1) Output Specificaiions (Learning and Product)

(2) Logistics (or process) Pian
(3) Evaluation Criteris

7,
'"/II/I//;IIIIIIIIIIIIIIIIIIIIII/ '




14

In practice, many educational taska are so vaguely defined that they do not result in any
worthwhile or identifiable product. The output is in terms of some obscure leaming much
of which is stored for deferred use as indicated in the model. This deferred learning goes
into a knowledge bank. The value placed on the deferred learning is similar to a promissory
note with a low rate of interest and high risk in terms of ever paying off before it is
forgotten. It is important to note that the feedback learning, as contrasted to the deferred
learning, refers to that leaming which is usable in succeeding task sequences.

The product in the production model is something of material nature and has value in
proportion to its relevance, i.c., its uscfulness or salability to society. The product in the
educational model is an educated person who has occupational value to socicty.

If the cducational tasks or Iearning, have occupational relevance, i.e., provide an educated
individual nceded by society, then the product of the educational systcm has value in the
saune respect that a material product has value. The Henry Becbe example illustrates this
point. As a result of the work-lcarn experience provided Henry in the school sctting, he was
transformed into an occupationally nceded person. He has salable occupational
competencies. He was a product of the school in the same scnse that the services of loe
Smith were a salzble product of Company X. Joe Smith was the result of a work-learn
situation where the salable skills were a secondary product. With Henry Beebe, the
secondary product was his service i6 the school and the primary salable product was an
occupationally useful person.

Identifying Work-Learn Processes

To realize the implementation of these models, one in a production setting and one in the
educational setting, requires work-learn relevant terminology. This includes a system for
describing job requirements or work output in educationally relevant terms. Most available
job descriptions and product criterion are either irrelevant or meaningless. The actual skills,
knowiedge and prerequisite attitudes needed by a worker to do a job are not stated in terms
of performance criterion. No practical or satisfactory system has been developed which
relates competencies on jobs to actual educational criterion so that the planning of
educational programs can be facilitated. It is proposed that a taxonomy identified with
worker competencies and job descriptions on a prescriptive to discretionary scale would
provide a basis for describing work for input objectives. Such a scale shouid classify and
identify levels and types of work for input objectives in terms of job performance and
learning requirements.

A Taxonomy of Work with People, Data and Things

Figure 11, Taxonomy of Work, is the conceptualization of the work taxonomy scale as it
pertains to job characteristics and functional tasks. The functional tasks have been further
described as they pertain to work performed with people, data and things. By relating work
to people, data and things it is possible to describe more specifically the type of tasks and

‘jobs associated with production outputs. This taxonomy is not proposed as the perfect
model but one which is quite useful as will be exemplified.

Jobs seldom concern only one of the work functions; that is, people, data or things. Neither
do jobs typically require that people, data or things are treated at the same level on a
taxonomy. Eack job probably requires a unique combination of procedures or tasks,
generally requiring different levels of prescriptive and discretionary performance with either
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people, data or things. For example, an artist might functior: at the creative level of IV or V
with things and ocould perform adequately at a lower level, I or II, with people and data.

Figure 11
TAXONOMY OF WORK
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Dictionary of Occupational Titles, Appendix, Volume 2, 1965
(5:19)

A minister might require competency at the 1V or V level with respect to people and at the I
or Il level with things and data. A certified public accountant would require high
competence with data and minimum level requirements with people and things. The same

certified public accountant might conceivably need to work at a reasonably high level with

things if his office provided computer equipment or operation of technical equipment to do
the job.

Job criterion must be perceived in terms of the prescriptive and discretionary. dimensions
with latitude for continued learning. If the learning component is not present, then low job
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satisfaction czn be expected. Simiiarly, jobs at every level have some latitude for fearning as
well as for routine. The typical employee enjoys some task repetition as long as the
remainder of the job offers an opportunity to learn or create.

The taxonomy provides a basis for denoting the upper and lower Iimits of required job entry
skil; and potential learning range. The job entry is the level at which the worker must
function to do the job satisfactorily. The ptential icarning range indicates how high on the
taxonomy the worker could progress before learning potential depreciatcs to the point
where routitte would consume the major time and energy of ihe worker. Several of the
above concepts can be illustrated by an analysis of the tasks required ini building a cabinet.

The cabinet maker starts with a set of cabinet specifications which requires level IV skiiis in
terms of things, i.c., working with tools to cut and finish the materials and at level II to
assemble and fit the picces together. He would not depend on more than level I1 skills with
data and level I or level II skills with people. For worker growth, the employer would allow
the worker to spend some timte on things at the design level VL. In the data category, the job
could require some competencies as high as level IV associated with testing of material. The
job zould entail negotiations or sales which might require some skills in working with people
as high as Ievel 1V. Figure 12 exemplifies the task taxonomy classification for the
production of a cabinet.

Figure 12

3 TASKS TAXONOMY FOR A CABINET

1. PEOPLE II1 11 1 1 1 I I I 1 1 v

2. DA-TA v 1 IIT § I1I | 11 1 I |1V II | IV |III

3. THINGS 1 II {11 IV IV |'II JIII} I 1 1 1
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This task taxonomy i3 illustrative of the requirements which might be necessary in the
planning, constructing, and selling a cabinet. It should be noted the levels of classification
for each is more clearly described and explained in A Taxcnomy of Work and A

Representation of Upwerd Mobility During A Career (Figure 3)

This approach to task classification permits the dctermination of the number of workers and
the skills fequired ih the total planning, constructing, and selling processes to be included as
a part of the Input gbjectives. If this operation was to be accomplished by only one person,
he would have to be very versatile because of the wide range of task levels involved.
Application of the same classification system to a mass-production operatiorn would indicate
that fewer workers are needed at a given level and possibly only on a part-time basis. This
same chart provides a clue for determining if the needed competcncies are in the resource
potential of the company. in addition to gencral level task competence reported, it is
suggested that edch item be reported in terms of the minimem and maximum level at which
each task could utilize the competencies of workers. This would help to determine the
potential for job satisfaction and the need to assign workers o higher level tasks.

Evaluation

In the models presented in Figures 7 and 10 on pages and evaluation and feedback represent
integral considerations for improvement of product, relevancy of institutional goals, and
performance of individuals wk:o are involved in the pianxing, production and evaluation.

The basic purpose of evaluation is to compare the characteristics and qualities of the cutput
product to the pre-established standards and specitications stated in the input objectives.
Here the crucial guestion is: Do the output producis meet the pre-established standards and

specifications?

Feedback

Contrasted with evaluation, feedback is characterized by two functions or channels. First,
there is potential feedback from the consumer io the institution or organization which is
usually measured by s es. This is based on relevancy of the product to consumer needs and
demands. Obviously socicty will be less receptive to a product which it deems sub-standard
or unacceptable than to a product which possesses the utility (skills, knowledge and general
usability) or aesthetic qualities judged relevant b societal needs. If the society-to-institution
(or organization) feedback indicates the product is not relevant to the needs and demands of
society, the institution must then assess its goals and resources to determine what changes
necd to be made in the input objectives to have a more desirable product. This includes
plans to achieve thesc changes.

A seconé potential feedback is the knowledge and skills gained by ti.c worker and channeled

back to the management (or teacher) and the worker (or student). The measure of this
feedback will be reflected in growth in worker competency and jcb satisfaction. it becomes

irnperative that the knowledge and skills gained in the production of one product unit be
fed back and refocused in the planning of subsequent task sequences related to future
product units.

e
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The latter feedback function has many implications for effzctive and efficient utilization of
human resources by the institution. The skills, knowledge and attitudes which are developed
in the“work” or production process are lost to both the individual and the institution if
they are not promptly fed back and rinvested in subsequent task sequences.

Evaluation Design

As indicated carlicr, the full development of the input objectives would include an
evaluation design. Both quantitative and qualitative critcrion ricasures wonld be niecessary
to evaluate the achievement of input objectives. An appropriate specification of the desired
output would be the basis for evaluation. In the use of models presented i Figures 7 and
10, the output is treated as a consumer product material. By setting up a criterion which
rates or compares the product by its intended use, results of use, and actual use by sociely
provides an evaluation design. The criterion descriptions would seem to be equally azpro-
priate for both product and learning output.

Piecemeal Approach Not Adequate

A piecemeal approach to job traininz causes most employee-empicyer problems as they
exist or develop, regarding the maintenance of z high level of satisfying employment.
Typically, vocationai-educators have provided training for entrv-iob skills or knowledge base
without concern for actual employment. Employers have bzen moré concerned with their
product and profit without adequate concern for the criployee; government agencies and
unions have been concemed for employee welfare without adequate concemn for employer
output or employee upgrading; employement agencies have been concemed about
placement without concern for improvement of zmployee competencies. Thic Job Corps has
provided residential skill training programs for a type of person who poses the most difficult
problems without taking reai responsibility for effective placement and follow-up.

No agency really has a program concerned with the development of worker attitudes, the
importance of which is admitted ty all.

Each program obviously %as a place and is of value, but when taken separately they are only
a part and never a whole. They are like the food in a grocery store or the equipment in an
appliance store; untii they are put together in an appropriate way they do not constitute a
dinner or a home. The odds are slight that anything of value will result if we continue to (1)
educate without a plan or purpose, (2) work without a plan or purpose, or (3) provide a
product without a plan or purpose. This suggests that those people and agencies concerned
with helping people to become lifelong productive citizens must plan for a total cooperative
effort as opposed to building pieces and leaving to chance the possibility that they will be
put together as a career.
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%he RMEL Program

The Occupational Education Program of the Rocky Mountain Educational Laboratory isan
attempt to develop a plan which does concern the whole, ie., ail the resources and needs
concernced with the world of work. This program is composed of three major comporents.
The first of these components is calied “The Image of the Worla of Work.” The objective of
this component is to facilitate teachers in emphasizing work relevant attitudes and
occupational information throughout a students total school experience.

The second component is the Occupational Clusters Curriculum. This component is
designed to create and test a scheme for the developmeni of occupational education
curricula based on a career cluster concept and appropriate for implementation at the
secondary school level. The curriculum would be designed to break the dichotomy between
academic and vocational education, provide work exploration experiences and prepare
pupils with entry-job skills through classroom and work experiernce.

Cooperative Career Planning is the third component. The objective of this component isto
create a mechanism under the auspices of the school which would coordinate the efforts of
all relevant community groups to guarantee all individuais the opportunity for job
entry-continucus education and upward occupational mobility.

The mechanism is designed on the general model provided by the C.S. Mott Foundation in
its work in Flint, Mickigan and elsewhere. The fundamental difference is that the Flint
project was focused on “recreation” and the RMEL project is focused or “work.”

A Total Living Plan

Although our attention has thus far been'limited to occupational education with emphasis
on employment for pay and production, it is important to include many other important
areas of service. Our communities and society support many kinds of work vital to good
community living, such as personal volunteer projects, public service, and cultural and
recreational use of leisure time. Our definition of occupational education includes all these
because they utilize a person’s time and energy, and their effectiveness depends on work in
the same sense as does remunerative work and can be charted on the samec educational and

production work models.

To summarize, this is a guiseciine for a more realistic approach to career planning and to the
providing of educational experiences whick are highly relevant to the world of work and job
rzquirements, a bridge over the gap between the educational system and the world of work.
The input objective is to build a society in which all people can function with optimum
satisfaction.




